INTRODUCTION
Gender discrimination includes all types of gender-based discriminations, exclusions and restrictions, which aim to prevent and restrict the use of human rights and freedoms for women based on the equality of women and men in political, economic, social, cultural, personal or other fields. Women are exposed to gender-based discrimination in both business and social life and they need to fight against to overcome it. In fact, there is a need to focus on gender discrimination within the scope of Constitution based on providing equal rights and freedoms to all humanbeings and prevent it. Discrimination is all types of behaviors intending to prevent rights and freedoms to be benefited equally by all humanbeings. Gender discrimination is one of the discrimination types and it is a phenomenon that needs to be eliminated due to its various negative effects on both social and business life. It is a situation preventing a person from certain powers and responsibilities due to the gender despite being the competent of the work, in other words depriving someone from some rights due to the gender and some examples can be seen in both European countries and Turkey.
CONCEPTUAL FRAMEWORK
Discrimination is defined as behaving someone in an undeserved way and in a manner different from others due to various reasons. Discrimination may happen in various ways. There may be discrimination for many reasons such as language, religion, race and physical appearance, place of birth, financial status, and social status of a person. In the study gender discrimination was evaluated.
Mobbing is a concept defined as emotional violence as well as it is cruel treaments and behaviours on people in workplaces. Mobbing is a social phenomenon that is analyzed in the whole world and needs to be prohibited and prevented.
Gender Discrimination
When we look at the literature, we can see lots of studies on gender discrimination and its reasons. Stainback et al. (2011) researched the reasons of social gender discrimination. Öztan (2004) in his study researched the regulations needed to be done in order to create and develop discrimination policies to ensure social gender equality. Sarı (2017) researched the role of gender-based discrimination in business and political life of women in Turkey. Şen (2018) in his study evaluated the genderbased wages equality within the scope of European Union and Turkey. Konuk (2014) researched the gender discrimination from the perspective of European Union Law. Çiftçi (2010) in his study concluded that income difference between men and women affected the tendency for labour force participation through the econometrics practice in 15 European countries and Turkey. Sipe et al. (2016) in their studies tried to determine the perception of gender discrimination in the research conducted between 2006 and 2013. Khan et al. (2018) measured the gender discrimination perceptions of university students. In the survey study with 150 students from different countries they concluded that the gender factor made a significant difference in the perception of gender discrimination; however, education and age factors did not. Skewes et al. (2018) researched the relationship between the perception of gender equality and the gender role in the surveys and they conducted the study in two different countries. Snizek and Neil (1992) in their study analyzed the underlying processes of gender discrimination. In the survey in Australia with 625 female and 512 male participants they concluded that 37% of the women and 41% of the men experienced the discrimination everyday. Sipe et al. (2009) tried to determine the expected gender discrimination perception of students. In the survey that they conducted with 1373 university students they argued that the perception of female students would be higher. Zeher (2011) focused on the importance of gender inequality and gender discrimination. He stated that organizational factors and stereotyped prejudices about gender may cause the discrimination. After analyzing 209 court files about gender discrimination, he emphasized the effects of cultural, structural and interactional processes on gender discrimination.
What makes Ambivalent Gender Discrimination Theory remarkable in the field of discrimination is the perception of benevolent and hostile gender discrimination. A patriarchal understanding regards women as weak and powerless; and therefore, they need to be protected by men who are stronger than women and suggests that women need to be helped and supported economically, and it is dominant in benevolent gender discrimination. There are more negative attitudes which argue that women are not sufficiently grateful for what men do for them in hostile gender discrimination in which a dominant patriarchy is effective. Patriarchy serves to men's dominance in the society no matter how gender discrimination occurs in the society either in a hostile or benevolent manner. This relationship in a hostile gender discrimination works as intersexual competative differentiation; however, it works in benevolant gender discrimination as intersexual complementary differentiation. Establishing the superiority of men to women by comparing them and satisfying personal emotions by exaggerating this superiority include intersexual competative differentiation. The differences between men and women are presented in order to trivialize women. However, intersexual complementary differentiation regards women and men as two parts complementing each other. It presents the traditional sexual differences by accepting the idea that women and men need each other. With the thought that men have to work outside, but women have to work inside it legalizes the traditional gender roles and the distribution of these roles under the cover of doing a favour for women. Finally, heteosexuality is one of the important resources of gender discrimination. The most effective way that heterosexuality uses in order to be a resource of gender discrimination is that a romantic relationship to be established with the opposite sex is the primary condition for the happiness in life (Glick and Fiske, 1996: 493 
Mobbing
When the word mobbing is ethimologically analyzed, "mob" comes from the word "mobile vulgus" which means "the fickle crowd" in Latin. The concept of mobbing was used for the first time by Konrad Lorenz in 1960's in order to define the behaviors of animals to throw away a foreign person or a hunting enemy. In 1970, Swedish Dr. Peter-Paul Heinemann studied on the bullying and tyranny behaviors among children and used the word mobbing. (Davenport, et al., 2003: 3) . It is known that the word mobbing in business life was used for the first time by Swedish industrial psychologist Heinz Leymann. We can see that Leyman used this concept as a result of the findings obtained from his studies among the employees. This kind of behaviors in business life has not been recognized and defined by anybody else before Leymann. Therefore, Leymann's views and studieshave formed a basis for the studies on mobbing behaviors in workplace around the world. Leymann has not only indicated the presence of mobbing behavior in workplaces, but also emphasized the specific qualities of the behavior, its incidence, mostly affected people from the violence and potential psychological consequences (Tınaz, 2006: 14) . Leymann (1990) who had the most important studies on mobbing in literature revealed the presence of mobbing in Sweden and in other countries in his study. Leymann (1996) studied on mobbing in Sweden and analyzed the factors that would be related with mobbing. Koonin and Green (2007) have identified the causes of mobbing in the workplace and suggested solutions to eliminate it. Gül et al. (2011) studied mobbing and burnout syndrome on academicians. Stefanovic (2012) in his study examined the role of trade unions in the prevention process of mobbing. Sobre-Denton (2012) analyzed mobbing in terms of race, class and gender. Tomic (2012) tried to determine the level of mobbing in his study on 369 participants. They determined that 80, 87% of the survey participants were exposed to mobbing at least once. Jenkins et al. (2012) in their study questioned the reasons of mobbing by focusing on the perspectives of mobbed people. Escartin et al. (2013) analyzed the bullying at work in their study on 494 employees in 19 different organizations. Mulder et al. (2017) identified the concept of gender as an important factor affecting the mobbing process. Nielsen and Einarsen (2018) analyzed the reasons and consequences of mobbing. Şenol et al. (2015) tried to determine the level of exposure to mobbing in the academic environment. Çögenli and Döner (2015) focused on mobbing to the academics in Turkey. Sarıçam (2016) investigated the relationship between the meaning of work and the concept of mobbing and social trust and satisfaction. Baillien et al. (2018) investigated the relationship between organizational change process and mobbing. McCormack et al. (2018) analyzed the relationship between gender and emotional violence. In their study in Uganda on 125 teachers they determined the relationship between gender and bullying at work. Yanık (2018) evaluated the underlying reasons of reactive and unreactive behaviours of individuals exposed to emotional violence at work against intimidation. Aşkın and Aşkın (2018) researched the incidence, direction, frequency and reasons of sexist mobbing to women in business life. Halaç and Güloğlu (2019) analyzed the effects of mobbing behaviour called as psychological intimidation on employees' efficiency. They carried out fieldwork on administrive staff in SMEs manufacturing in Manisa Organized Industrial Zone and determined that efficiency level of the employees exposed to mobbing increased unlike the expectations. Kement and Batga (2016) analyzed the effect of mobbing on organizational commitment.
Mobbing is characterised as the systematic psychological abuse or humiliation of a person by an individual or a group in workplaces in order to damage his/her reputation, honour, human dignity and integrity, and ultimately drive him/her to quit the job (www.eurofound.europa.eu, 2007) . According to Leymann, mobbing is not just about every day quarrels, disputes, frictions, ironic remarks, sarcasm, mocking and so on. But it is about doing these over and over, repeatedly, so that they will have a result, eventually, it will become disturbing, painful and even destructive (Dragomır, 2018: 410) . Mobbing is also called as emotional violence in literature and there will be its reflections in all workplaces. Mobbing in workplaces is the most severe form of the violations of labor rights, social, economic and fundamental human rights in general. It gives serious and permanent psychological and health damages to its victims and also causes economic damage to companies or institutions and the countries' economies in general (Stefanovic, 2012:401) . Mobbing as emotional violence in workplaces takes place in three different categories on social, organizational and individual levels (McCormack et al., 2018:265) . Swedish psychologist Leymann, who raised the topic of psychological abuse to be discussed the fields of industrial and organizational psychology, defined mobbing as "directing a systematic" hostile and unethical communication. Others by a person or more than one person and included the expression of "psychological terror" (Leymann, 1996: 165) . Leymann stated that mobbing can be performed at work both by the managers and the colleagues (Leymann, 1990:119) .
THE RELATIONSHIP BETWEEN THE PERCEPTION OF GENDER DISCRIMINATION AND MOBBING IN EUROPEAN UNION COUNTRIES AND TURKEY
In the literature, many studies have been conducted to reveal mobbing and gender discrimination in many countries. For example; Carnero et al. (2010) investigated the reasons of mobbing in Spain and emphasized the importance of gender in _____________________________________________________________________________________________________ DOI: 10.17261/Pressacademia.2019.1154 216 mobbing. Poussard et al. (2018) found that the main reason for mobbing was discriminatory elements such as differences in political and religious views. Kovacic et al. (2017) analyzed whether mobbing depended on gender, age and status. Buttigieg et al. (2011) investigated the relationship between discrimination and bullying and mobbing. In their study they identified the presence of common determiners between discrimination and bullying. Kara et al. (2018) tried to determine the effects of mobbing on female employees. They studied on 373 women working in a five star hotel in Turkey. They concluded that the mobbing behaviour of the managers decreased the quality of life of the female employees. Salin (2003) evaluated the literature in the field of mobbing.
A number of regulations have been made by the EU Parliament on mobbing and gender discrimination in EU countries. Resolution A5-0283/2001 of the EU Parliment recommends the EU member states which modify their respective legislations to include the phenomena of mobbing and sexual abuse in the workplace. According to the resolution, harmonising the definition of the 'mobbing' term is the most successful approach in order to achieve this goal. The European Parliament Report on harassment in the workplace (2001/2339 INI) defines certain responsibilities for the Committee on Employment and Social Affairs. Additionally, the report includes a recommendation of the Committee for Women's Rights and Gender Equality, which addresses to the member states to impose on the public and private sectors, and the social partners the duty to define a policy in the prevention of mobbing (Stefanovic, 2012: 403) .
Among the initiatives to legally regulate mobbing at EU level, the Directive of European Parliament and Council dated on 23rd September 2002 amending the directive on the implementation of the principle of equal treatment among women and men in employment, vocational education, promotion and working conditions related to equality. In this directive the member states are requested to take the necessary measures to prevent all types of abuses in workplaces. The statement that member countries will accept sexual abuse as a gender-based discrimination with the adoption of this directive is included in the directive (Ergin, 2013: 69) .
When we analyze mobbing, according to study results conducted in UK, 53% of the employees were exposed to mobbing and 78% of them witnessed it. According to the findings of a statistical study conducted in Sweden, mobbing was the reason for 10-15% of suicides committed within one year. We can see in registries that hundred of thousands of mobbing victims in Sweden and Germany retired early and they were hospitalized and treated in psychiatry clinics. It is reported that there are more than one million mobbing victims in Italy. Various studies on the fight against mobbing have been carried out in European Union countries. Unions in European Union member countries conduct very strong lobbying activities so that the laws against mobbing can be implemented. In Scadinavian countries mobbing is included in laws as a direct crime. Among these countries the greatest development about mobbing is in Sweden. Mobbing is defined as a crime in Sweden with Business Safety and Worker's Health Law issued in 1994. The articles indicating that mobbing was the violation of collective agreement were included in collective labour agreements. In Germany mobbing victims may offer early retirement. There are civil centres that mobbing victims would request help from around the country. Mobbing is a legal crime in France and it is provided for one-year imprisonmentand 15000 Euros fine. In France "victimologie" professorship was established about mobbing victims in university in 1994. In Italy laws against mobbing were legally issued and the problems occuring as a result of mobbing were included in the scope of work accidents (Tınaz, 2006: 15) .
Countries such as the UK resisted introducing specific legislation against bullying despite pressure from anti-bullying advocacy groups, leaving the legal situation somewhat ambiguous. With no particular legislation addressing the issue, when a victim of bullying pursues a course of legal action, one or more general legal provisions could form the basis of the case, including among others (Policy Department for Citizens Rights' and Constitutional Affairs, 2018: 49).
The European Working Conditions Survey (EWCS) by the European Foundation is the most comprehensive survey of the prevalence of bullying at work across the EU based on interviews with about 1,000 respondents in each country. According to the 6th EWCS in 2015, 5% of the respondents reported being subjected to bullying/harassment over the last twelve months. The reported exposure was somewhat higher in Western and in Northern countries compared to Southern and Eastern countries. Exposure to bullying was common in France, Luxembourg, Ireland, Belgium and the Netherlands most. The lowest prevalence rates were found in Bulgaria, Portugal, Hungary and Greece (Policy Department for Citizens Rights' and Constitutional Affairs, 2018: 15). All women and men were subjected to bullying and sexual harassment during the course of work over the last 12 months (%). Table 1 ; in 2018, the highest exposure to mobbing rate occurred in France, Ireland, and Belgium; however, the lowest exposure rate was in Portugal.
As shown in
The countries in European Union have regulations on gender discrimination and mobbing supported by laws. These regulations are as follows;
Germany -All people are equal before the law. Men and women have equal rights. The state encourages to actually ensuring men and women equality and making efforts to eliminate the disadvantages. Nobody can be mistreated and no privileges can be granted to anyone due to their gender, blood, race, language, homeland and origin, belief, religion or political views. Nobody can be mistreated due to handicaps and disabilities (Eroğlu, 2011: 3) .
Belgium -Belgium is of interest as Belgian legislation developed in a somewhat different way from most other countries. The Welfare Act (or Welfare Law) was enacted in 1996, and it has been amended several times since then. In 2002 an amendment was enacted to combat 'undesirable behavior' in the workplace (bullying, harassment including sexual harassment, and violence). In 2014 the Prevention of All Psychosocial Risks at Work came into force. The new Act is not limited to bullying and sexual harassment but covers all psychosocial risks that could lead to occupational stress. The Act puts harassment in a more general framework of psychosocial risks and states that employers must recognise harassment like any other risk to employees' health (Policy Department for Citizens Rights' and Constitutional Affairs, 2018: 48).
Bulgaria -All citizens are equal before the law. No privileges or restrictions will be granted to anyone in rights on the grounds of race, nationality or social origin, ethnical identity, gender, education, opinion, political connections, personal or social status or property status (Eroğlu, 2011: 3) .
Finland -Nobody will be discriminated from others because of gender, age, origin, language, religion, belief, opinion, health, handicap or another reasons related with a person without any acceptable reason (Eroğlu, 2011: 3) .
Finland is a typical example of countries which primarily address bullying (and harassment) via occupational safety and health legislation. Thus, The Finnish Occupational Health and Safety Act of 2003 include a special section on harassment at work. It is reactive by nature and obliges the employers to take action after being aware of the matter. The section also covers inappropriate behaviour by third parties which means employers have a duty to take action also in those cases where the perpetrator is a third party. The Act also makes it clear that employees themselves have a duty to refrain from harassment. Moreover, it contains particular sections about prevention which is also applied to bullying and harassment, including risk assessment and the employer's general duty of care (Policy Department for Citizens Rights' and Constitutional Affairs, 2018: 48) .
United Kingdom -In the UK, there is no specific legal framework for preventing and combating psychological harassment in workplaces. However, general legal regulations provide indirect protection against psychological harassment in workplaces.
These are mainly; The Health and Safety At Work Act (1974), the Employment Rights Act (1996), the Protection From Harassment Act (1997) and the Equality Act (2010) (Çukur, 2016: 58) .
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France -According to French Social Modernization Law of 2002; "Mobbing is psychological violence that occurs while performing certain activities;" (Tomic, 2012: 244) It was adopted for the first time by the law in 1992 as only limited with superior-subordinate relationship. French Social Modernization Law adopted in France on 19th December, 2001 was implemented on 17th January, 2002. With this law new articles were added to French Criminal Code and Labour Law. Therefore, mobbing in workplaces was specially regulated as sexual harassment in both Labour Law and Criminal Code. Therefore, France has become a country with the most comprehensive regulation on mobbing in workplaces. The conciliation method that would be carried out by a mediator out of the enterprise was foreseen in the law in case of moral harassment. The role of the mediator is to solve the problem between parties through conciliation (Kaya, 2015:378) In France, workplace bullying, which is known as 'moral harassment', is regulated under both the Labour Law (2008, amended 2016) and the Criminal Code (2009). The Labour Law applies to both private and public employees, and addresses moral harassment, discrimination, and professional equality between men and women. The Criminal Code imposes a criminal sanction for bullying (Policy Department for Citizens Rights' and Constitutional Affairs, 2018: 48).
Ireland -Nobody would be excluded from Irish nationality and citizenship due to gender. The age of eighteen and are not regarded as noncompetent by the law and comply with the provisions of law regulating the election of the members of the House of Representatives have the right to vote in the elections of the members of the House of Representatives (Eroğlu, 2011) .
Spain -
The Spanish are equal before the law and can in no way be discriminated due to birth, race, gender, religion, opinion or any personal, social conditions or situations (Eroğlu, 2011) .
Sixteen percent of workers in the European Union (EU) suffer psychological harassment or"mobbing" on the job, according to study by the University of Alcalá de Henares, in Spain (http://www.ipsnews.net/2002/10/labour-rights-spain-fightingbullying-in-the-workplace/).
Sweden -
No law or provision may include a negative treatment to anybody due to ethnical origin, colour or a concern with minority group because of other conditions or sexual orientation (Eroğlu, 2011) .
Heinz Leyman has found the topic of mobbing in workplaces in this country. Mobbing occurs in Sweden especially among colleagues. It was determined in a study that mobbing occured 44% of rate among the people with the same status, 37% from the top to down and 9% from down to top. It was observed that 55% of the women and 45% of the men were the victims of mobbing in Sweden. Sweden is the first country which has made special legislative regulations against mobbing (Kaya, 2015: 377) .
Norway -Norway, which follows a similar way with Finland, is of interest for several reasons. First, the Norwegian Work Environment Act makes it explicit that it is the employer's responsibility to protect employees against exposure to adverse physical and mental strain'. Second, it implicitly grades possible offences by highlighting various forms of adverse effects including 'improper conduct', 'breach of employees' dignity and respect' and 'harassment'. Third, the dynamic aspects of the law are emphasized that 'standards shall be continuously developed and improved in accordance with developments in society'. (Policy Department for Citizens Rights' and Constitutional Affairs, 2018: 48).
Italy -All the citizens are equal before the law and socially equal without any discrimination in terms of gender, race, language, religion, political view, personal and social conditions (Eroğlu, 2011 mobbing. Although the definition of mobbing in Polish Labour Law is very broad, illegality of the behaviour of the perpetrator and the importance of health aspect of mobbing are not sufficiently emphasized (Kaya, 2015: 379) . Poland's Supreme Court rendered a decision on 3.08.2011 (case file no. I PK 35/11) in which it emphasised that preventing bullying at the workplace is an obligation to exercise due diligence. This decision is of significance for employers, as it means that when an employer proves that it undertook real action against bullying (rules, trainings), it may be absolved from liability (https://www.schoenherr.eu/publications/publication-detail/poland-internal-employers-regulations/).
Romania -Romania is the common and inseperable homeland of all citizens without any discrimination in terms of race, nationality, ethnical origin, language, religion, gender, opinion, political commitment, property and social origin (Eroğlu, 2011) .
Turkey -Everybody is equal before the law without any discrimination due to the reasons such as language, race, colour, gender, policial view, philosophical belief, religion, sect and so on.
When determining the position of women in Turkish society, three main periods as pre-Islamic and post-Islamic and Republican Turkey can be analyzed. In the pre-Islamic period, in Turks there is almost no social gender discrimination targeting women. Women are almost equal to men. They have the right to comment on the management of country with Hakan. They manage home. Physical violence to women by men cannot be observed in Turks. Children are highly valuable in old Turks.
When a woman has a child, she becomes a beloved person in the family gradually. Communication and meeting between men and women are completely free in Altai people. During the conservation between young men and women, women do not think to cover her face. Women are not behind the men and isolated from the society in private, family and social life and even in political platform. They are within the life with men and visible in the eye of society (Bingöl, 2014:111) . With the acceptence of Islam by Turks, Byzantine, Arabic and Iranian cultures had effects on Turkish culture. Different interpretation of Islam and Islamic ethics actually highly sensitive about women and bestow rights to them changed the position of women in society. This process led women to be behind men and even enabled men to have a chance to marry with four women. Foundation of Turkish Republic has enabled to establish the fundamentals of social gender equality. The republic period has brought rights for women through many legislative regulations (Bingöl, 2014:112) . However, along with the components reflecting to the culture socially women have not obtained the equality they deserve even today. 
Germany
All people are equal before the law. Nobody can be mistreated and no privileges can be granted to anyone due to their gender, blood, race, language, homeland and origin, belief, religion or political views.
Belgium
Belgian legislation developed in a somewhat different way from most other countries. In 2002 an amendment was enacted to combat 'undesirable behaviour' in the workplace (bullying, harassment including sexual harassment, and violence).
Bulgaria
All citizens are equal before the law. No privileges or restrictions will be granted to anyone in rights on the grounds of race, nationality or social origin, ethnical identity, gender, education, opinion, political connections, personal or social status or property status Finland Nobody will be discriminated from others because of gender, age, origin, language, religion, belief, opinion, health, handicap or another reasons related with a person without any acceptable reason. Finland is a typical example of countries which primarily address bullying (and harassment) via occupational safety and health legislation.
United Kingdom
There is no specific legal framework for preventing and combating psychological harassment in workplaces. However, general legal regulations provide indirect protection against psychological harassment in workplaces.
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France
Workplace bullying, which is known as 'moral harassment', is regulated under both the Labour Law and the Criminal Code. The Labour Law applies to both private and public employees, and addresses moral harassment, discrimination, and professional equality between men and women. The Criminal Code imposes a criminal sanction for bullying.
Ireland
Nobody would be excluded from Irish nationality and citizenship due to gender. The age of eighteen and are not regarded as noncompetent by the law and comply with the provisions of law regulating the election of the members of the House of Representatives have the right to vote in the elections of the members of the House of Representatives.
Spain
The Spanish are equal before the law and can in no way be discriminated due to birth, race, gender, religion, opinion or any personal, social conditions or situations.
Sweden
No law or provision may include a negative treatment to anybody due to ethnical origin, colour or a concern with minority group because of other conditions or sexual orientation. Sweden is the first country which has made special legislative regulations against mobbing.
Norway
Norway, which follows a similar way with Finland, is of interest for several reasons. First, the Norwegian Work Environment Act makes it explicit that it is the employer's responsibility to protect employees against exposure to adverse physical and mental strain'. Second, it implicitly grades possible offences by highlighting various forms of adverse effects including 'improper conduct', 'breach of employees' dignity and respect' and 'harassment'. Third, the dynamic aspects of the law are emphasized that 'standards shall be continuously developed and improved in accordance with developments in society'.
Italy
All the citizens are equal before the law and socially equal without any discrimination in terms of gender, race, language, religion, political view, personal and social conditions. There is no specific legislation related with mobbing or other forms of harassment. But a body of case law has been developed to clearly establish a definition for an unacceptable behaviour and present what steps an employer should take both to prevent such conduct and deal with problems when they occur.
Poland
Mobbing was firstly regulated legally in Poland with the amendment in law which was implemented on 1st January, 2004. In accordance with the 1st paragraph of 94th article of Polish Labour Law, employers are responsible for preventing mobbing.
Romania
Romania is the common and inseperable homeland of all citizens without any discrimination in terms of race, nationality, ethnical origin, language, religion, gender, opinion, political commitment, property and social origin.
Turkey
Everybody is equal before the law without any discrimination due to the reasons such as language, race, colour, gender, policial view, philosophical belief, religion, sect and so on. 4. Methodology 
GENDER DISCRIMINATION AND MOBBING IN EUROPEAN UNION COUNTRIES AND TURKEY

Model and Hypotheses of the Study
Control Variable Exogenous Variable Endogenous Variable
Hypothesis 1: Perception of hostile gender discrimination affects the incidence of mobbing positively.
Hypothesis 2: Perception of benevolent gender discrimination affects the incidence of mobbing positively.
Hypothesis 3: Perception of gender discrimination in the incidence of mobbing varies according to gender.
Hypothesis 4: Perception of gender discrimination in the incidence of mobbing varies according to marital status.
Hypothesis 5: Perception of gender discrimination in the incidence of mobbing varies according to the place of birth.
Hypothesis 6: Perception of gender discrimination in the incidence of mobbing varies according to the faculty that academicians work for.
Hypothesis 7: Perception of gender discrimination in the incidence of mobbing varies according to position. Glick, P., and Fiske, S.T.'s (1996) study was adapted in order to measure gender discrimination in the study. The second survey was about mobbing and it was obtained from Leymann, H.'s (1990) study. Gender discrimination scale consists of 22 statements and it has two dimensions as the perception of hostile gender discrimination and the perception of benevolent gender discrimination. The original form of mobbing scale consists of 45 statements. However, the questions in the survey were adapted for academicians and the number of statements was reduced to 20. A pilot study was conducted for the reliability of the scale and surveys began to be applied after the reliability level was measured.
Variables of the Study
The perception of hostile gender discrimination and the perception of benevolent gender discrimination were exogenous variables; however, mobbing was an endogenous variable in the study.
Data Collection Method
Surveys in the study were applied to the academic staff in Afyon Kocatepe University. A total of 400 survey papers were handed out and 285 available data were obtained. In the study the data including demographic properties were requested, but personal data were not.
The hypotheses of the study were tested through Structural Equation Model. The Structural Equation Model is basically a combination of factor analysis and regression analysis. It tests the convenience of the predicted covariance matrix established in accordance with the theoretical model with the observed covariance matrix (Hox and Bechger, 1995) .
Data Evaluation Technique
Validity and reliability tests were performed in order to obtain the structural validity of the scale. After the data were entered to SPSS 16.0 package programme, reliability analysis and exploratory factor analysis were performed in SPSS programme and Structural Equation Modelling was performed in AMOS 19 programme to determine the effects of data on each other. 
Perception of Hostile Gender Discrimination
Testing the Scales in the Study
In order to test the validity of the used scales, by using AMOS19 programme single factoral confirmatory factor analysis was made for the perception of gender discrimination and mobbing scale. Since the fit values generated by scaling models created for testing the validity of scales was not at acceptable ranges, and the modifications recommended by the programme were made. The changes in scales as a result of modifications are indicated in Table 4 and the fit values generated by scaling models are indicated in Table 5 . As can be seen in Table 4 , the numbers of statements exracted from the scales are as follows; 1 statement from the perception of hostile gender discrimination scale, 2 statements from the perception of benevolent gender discrimination scale, and 6 statements from the mobbing scale. x2 tests the significance of the difference between the observed covariance matrix and the predicted covariance matrix. It is affected by sample size. Therefore, the larger the sample, the more significant x 2 values will be. For that reason, it is suggested that the value obtained by dividing x2 value by the degree of freedom is taken as the basis when evaluating the model fit. Root Mean Square Error of Approximation (RMSEA) is the square root of the average of the prediction errors. RMSEA is a statistics that provides information about the compatibility of the unknown but optimally planned parameters with the covariance matrix of the main mass. GFI (Goodness of Fit Index) was created to eliminate the problem of increasing the chi-square statistics as the sample grows and is less sensitive to the sample size. The GFI statistic is between 0 and 1 and moves inversely proportional to the degree of freedom; therefore, it can be said that the ratio of sample size to degree of freedom tends to increase as it increases. CFI (Comparative Fit Index) is an improved version of the NFI statistic, which also takes into account the sample size and gives good results even in small samples, one of the most accepted and used statistics. NFI likewise results in a comparison of the zero models with the sample covariance matrix and takes a value between 0 and 1. Approaching 1 increases the suitability of the model (Yaşlıoğlu, 2017: 80-81 ) (Meydan and Şeşen, 2015: 32-35 ).
Findings
Cronbach Alpha and KMO values of the data obtained from the surveys of the study are given below.
_____________________________________________________________________________________________________ DOI: 10.17261/Pressacademia.2019.1154 224 As Table 6 is analyzed, we can see that reliability of both Perception of Gender Discrimination Scale and Mobbing Scale are high. ➢ If 0,00 ≤ α < 0,40, the scale is not reliable, ➢ If 0,40 ≤ α < 0,60, reliability of the scale is low, ➢ If 0,60 ≤ α < 0,80, the scale is highly reliable, ➢ If 0,80 ≤ α < 1, 0, the scale is highly reliable. . 13, 3% in Education and Technology, 22, 8% in Science and Letters, 3, 9% in Law, 8, 4% in Veterinary, 9, 5 % in Fine Arts. 5, 6% in Tourism, 0, 7% in Theology, 15, 1% in Engineering, 1, 8% in Vocational High School. 1, 8% in Foreign Language and 1,1% in Physical Education and Sports.
Structural Equation Model
Since the fit values of the model in Figure 2 were not at acceptable ranges, the numbers of statements exracted from the scales are as follows; 1 statement from the hostile gender discrimination scale, 1 statement from the benevolent gender discrimination scale, and 1 statement from the mobbing scale.
Figure 2: Structural Equation Model
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As a result of the conducted modification, it was observed that fit values of the model were within the good fit value ranges and sufficient proofs indicating that model were structurally suitable were obtained. Fit values of the model are indicated in Table 9 . Table  10 . Hypothesis 1: Perception of hostile gender discrimination affects the incidence of mobbing positively.
-0,115 0,06 0,05 0,03 -1,905 Accepted
-0,009 0,07 0,90 0,02 -0,117 Rejected Hypothesis 3: Perception of gender discrimination in the incidence of mobbing varies according to gender.
Female -0,015 0,10 0,88 0,02 -0,146
Accepted Male -0,192 0,09 0,04 0,03 -2,030
Single -0,104 0,10 0,10 0,03 -1,03
Rejected Married -0,124 0,07 0,09 0,02 -1,69
Hypothesis 5: Perception of gender discrimination in the incidence of mobbing varies according to place of birth.
Town/District -0,115 0,060 0,05 0,02 -1,905
Accepted County -0,237 0,118 0,04 0,08 -2,004
Province -0,06 0,101 0,52 0,02 -0,637
Metropolitan 0,067 0,090 0,46 0,01 0,740
Hypothesis 6: Perception of gender discrimination in the incidence of mobbing varies according to the faculty that academicians work for. When the obtained values are analyzed, Hypothesis 1. Perception of hostile gender discrimination affects the incidence of mobbing positively. Since the value is p˂0,05 in the relationship between the perception of hostile gender discrimination and mobbing, there is a significant relationship and the hypothesis is accepted.
School of
Hypothesis 2. Perception of benevolent gender discrimination affects the incidence of mobbing positively. Since the value of p˂0,05 is not obtained in the relationship between the perception of benevolent gender discrimination and the value is p=0,90, the hypothesis is rejected.
Hypothesis 3. In the hypothesis of the perception of gender discrimination, in the incidence of mobbing varies according to gender, the value is p=0, 88 for females and it is p˂0, 04 for males. So, it means that the perception of gender discrimination of females and males in the incidence of mobbing makes a difference; therefore the hypothesis is accepted.
Hypothesis 4. In the hypothesis of the perception of gender discrimination in the incidence of mobbing varies according to marital status the values are p=0, 09 for single academicians and p=0, 10 for married ones. It means that the perception of gender discrimination of single and married academicians in the incidence of mobbing makes no significant difference, therefore the hypothesis is rejected.
Hypothesis 5. In the hypothesis of the perception of gender discrimination, in the incidence of mobbing varies according to the place of birth the values are p=0, 05 for town/district, p=0, 04 for county, p=0, 52 for province and p=0, 46 for metropolitans. p values of the academicians grown in towns/districts and counties are p˂0,05. In other words, the perception of gender discrimination of the academicians grown in towns/districts and counties is high. Therefore the hypothesis is accepted.
Hypothesis 6. The perception of gender discrimination in the incidence of mobbing varies according to the faculty that academicians work for. The value is p=0, 60 for School of Economics And Administrative Sciences, Tourism, Foreign Languages and Faculty of Sciences. The value is p=0, 03 in Faculty of Education, p=0, 55 in Faculty of Science, p=0, 06 in Faculty of Law, Theology, Fine Arts and Vocational High School, and p=0,05 in Faculty of Veterinary and Engineering. When we look at p value among the faculties, we can see that tshe perception of gender discrimination in the incidence of makes significant diference. p = 0.03 in the Faculty of Education and p= 0.05 in the Faculty of Veterinary and Engineering. Therefore, it shows that the perception of gender discrimination affects the formation of mobbing. But the other faculties p values are not obtained p˂ 0, 05 values. Therefore the hypothesis is accepted.
Hypothesis 7. The perception of gender discrimination in the incidence of mobbing varies according to title. The obtained values are p=0,26 in research assistants, p=0,07 for lecturers, p=0,45 for Assistant Professors, p=0,05 for Associate Professors and Professors. The value of p˂0, 05 is obtained for Associate Professors and Professors. Therefore the hypothesis is accepted.
CONCLUSION AND RECOMMENDATIONS
As well as discrimination is a social problem, we can see that the laws and regulations legitimizing the discrimination and also culture of the society have an important role in the incidence of gender discrimination. Supporting the search of equality is a prerequisite in social and cultural sense besides the legislative amendments and regulations. Otherwise, secondary position of women in society will continue as being exposed to exploitation, exclusion and oppression through their genders.
In this study, in which we aimed to present the perception of gender discrimination preventing the promotion of women employees to administritive positions in business life. They deserve and determine the effect of that perception on the incidence of mobbing it was observed that women employees exposed to many discriminations besides gender _____________________________________________________________________________________________________ DOI: 10.17261/Pressacademia.2019.1154 228 discrimination. This study has indicated that individuals in the society and the cultural values of these individuals have a great effect on gender discrimination. It has been determined that this effect triggers the incidence of mobbing.
The results of the hypothesis are as follows:
Perception of hostile gender discrimination affects the incidence of mobbing positively. Since the value is p˂0, 05 in the relationship between the perception of hostile gender discrimination and mobbing, there is a significant relationship and the hypothesis is accepted. Perception of benevolent gender discrimination affects the incidence of mobbing positively. Since the value of p˂0,05 is not obtained in the relationship between the perception of benevolent gender discrimination and the value is p=0,90, the hypothesis is rejected. In the hypothesis of the perception of gender discrimination, in the incidence of mobbing varies according to gender, the value is p=0, 88 for females and it is p˂0, 04 for males. So, it means that the perception of gender discrimination of females and males in the incidence of mobbing makes a difference; therefore the hypothesis is accepted. In the hypothesis of the perception of gender discrimination in the incidence of mobbing varies according to marital status the values are p=0, 09 for single academicians and p=0, 10 for married ones. It means that the perception of gender discrimination of single and married academicians in the incidence of mobbing makes no significant difference, therefore the hypothesis is rejected. In the hypothesis of the perception of gender discrimination, in the incidence of mobbing varies according to the place of birth the values are p=0, 05 for town/district, p=0, 04 for county, p=0, 52 for province and p=0, 46 for metropolitans. p values of the academicians grown in towns/districts and counties are p˂0,05. In other words, the perception of gender discrimination of the academicians grown in towns/districts and counties is high. Therefore the hypothesis is accepted. The perception of gender discrimination in the incidence of mobbing varies according to the faculty that academicians work for. The value is p=0, 03 in Faculty of Education, p=0, 55 in Faculty of Science, p=0, 06 in Faculty of Law, Theology, Fine Arts and Vocational High School, and p=0,05 in Faculty of Veterinary and Engineering. When we look at p value among the faculties, we can see that tshe perception of gender discrimination in the incidence of makes significant diference. p = 0.03 in the Faculty of Education and p= 0.05 in the Faculty of Veterinary and Engineering. When we look at p value among the faculties, we can see that the perception of gender discrimination in the incidence of makes significant diference. When the p values were examined, a significant difference was found between gender discrimination and mobbing in Education, Veterinary and Engineering faculties. In other faculties, there is no difference. Therefore the hypothesis is accepted. The perception of gender discrimination in the incidence of mobbing varies according to title. The obtained values are p=0,26 in research assistants, p=0,07 for lecturers, p=0,45 for Assistant Professors, p=0,05 for Associate Professors and Professors. The value of p˂0, 05 is obtained for Associate Professors and Professors. Therefore the hypothesis is accepted.
When the results of the hypotheses are analyzed, it can be seen that the perception of social gender is an important factor for the incidence of mobbing. It has been determined that the demographic factors such as gender, place of birth, marital status, the faculty that academicians work for and title affect the attitudes about discrimination and lead to the incidence of mobbing. The hypothesis that marital status leads to the incidence of mobbing affecting the attitutes about gender discrimination has been rejected.
The incidence of mobbing creates negative individual, social and organizational consequences. It is important to eliminate these negative consequences. While individual consequences affect the mental health and life quality of an individual, social effects of mobbing are more serious. It has been determined that mobbing has a performance decreasing effect for a business in terms of organizational aspect. In this concept mobbing is a phenomenon that measures should be taken for eliminate. It can be seen in the literature that the mobbers are usually males and this triggers the incidence of gender discriminationbased mobbing. It has also been identified in our study that the perception of gender discrimination is important in the incidence of mobbing. For that reason, studies to decrease the perception of gender discrimination in society should be conducted in order to prevent the incidence of mobbing. The most important step to take for EU countries and Turkey about mobbing is to legislate in this field. Legal practices and sanctions to prevent mobbing should be implemented. It is also important to create awareness in the society in this issue. This awareness should be supported by mass media to enchance the awareness.
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